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H-1B Technical Skills Training (TST) Grant Lessons Learned:
Successes, Challenges and Plans for Sustaining the Workforce Development Programs

Introduction
The three education partners—Columbus State Community College, Stark State College, and the
Washington County Career Center—working on the 2011-2015 Ohio H-1B Technical Skills Training Grant
(TST) completed a post-program evaluation centered on the workforce development model
implemented by their respective organizations. This report is intended to discuss the successes,
challenges, and future sustainability of the programs, as experienced by each educational partner. The
information generated from this evaluation, along with best practice research in workforce training
programs, may inform future sector strategy training programs. The best practice research is included in
the Appendix.

The Workforce Development Model
The workforce development model presented below contains the many aspects of a workforce strategy
with activities that converge around: (1) intake/baseline assessment, (2) capacity building, (3) program
retention and completion, and (4) connecting to job openings. While those four activities occurred in
generally sequential fashion, the case management, business outreach, financial supportive services,
and performance reporting were ongoing and central to the model.
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The three schools involved in this H-1B TST grant each had a unique way of operationalizing this model,
based upon the needs of their participants and industries. Two schools, Columbus State Community
College and Stark State College, offered an IT workforce development program, while the third school,
Washington County Career Center, offered a chemical plant and system operator workforce
development program.
Columbus State Community College initially implemented a long-term classroom training program, three
to four semesters long, that was credit-based and focused on degree completion and then job
placement. Four different tracks were offered to students. This added a great deal of complexity to
tracking student progress, especially since much of the coursework was online and most students were
on different schedules. Training students individually (versus in cohorts as was done at Stark State
College) also made the program more difficult to administer.
Given the high proportion of unemployed participants in this program (two-thirds of program
participants were unemployed at intake) and their need for rapid employment, the Community College
added a short-term training program. This program helped prepare participants for placement while
developing a portfolio of work and providing participants with real world experience, which enhanced
credential attainment and job placement.
Columbus State Community College
Total Participants
Employed – Quarter 1
Average Earnings
Enrolled in Occupational Skills Training
Completed Occupational Skills Training
Obtained Credential/Certificate
Enrolled in Internships
Total OJT’s
Total Direct Placements into Jobs
Premature Exit-Valid Reason
Premature Exit- Unsuccessful
Premature Exit-Returned to Work

Cumulative Results
127
91
$40,347*
122
63
28
14
22
70
4
24
12

Grant Target
121
110

Percent
105%
83%

106

115%

27
83

81%
84%

* H-1B average earnings presented in this report are based on documented earnings information collected from
participants.

For Ohio, the Workforce Investment Act (WIA) Program Performance for Common Measures Program
Year 2014 data indicate that the annual performance level for Adults entering employment was 83.9%,
with average earnings of $16,336. For the Workforce Investment Area 11 (Franklin County and the
location of most CSCC activity), the entered employment rate was 78.1% with average earnings of
$13,895.1 The complexity of the IT training may explain the lower percentage entering employment
among the Columbus State Community College H-1B participants (72%), but also explains the higher
earnings on average for the H-1B participants compared to the WIA Adults, $13,895 for WIA Adults
versus $40,347 for 19 H-1B participants who provided documentation in the form of an employer offer
letter that states the salary/wage or a pay stub.
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http://jfs.ohio.gov/owd/wia/Docs/PY2014-WIA-PerformanceChart.stm
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Stark State College initially planned to offer a variety of certification pathways including software,
Microsoft, network, and security certifications. This idea was honed in 2013 to a 15 week cohort cycle,
offering CompTIA A+, Network+, and Security+ certifications. The attainment of these three
certifications translated into 9 college credit hours. The IT environment in Northeast Ohio where Stark
State College is located originally had lower demand than forecasted by labor market information, but
demand picked up as the grant period proceeded. Program Coordinators cannot discern whether the
uptick in job placement occurred due to industry growth or because they perfected the intake process
by pursuing program candidates that could give evidence of motivated job search along with passing the
pre-program assessment.
Stark State College
Total Participants
Employed – Quarter 1
Average Earnings
Enrolled in Occupational Skills Training
Completed Occupational Skills Training
Obtained Credential/Certificate
Enrolled in Internships
Total OJT’s
Total Direct Placements into Jobs
Premature Exit-Valid Reason
Premature Exit- Unsuccessful
Premature Exit-Returned to Work

Cumulative Results
94
76
$28,038*
94
92
77
1
15
62
8
13
1

Grant Target
99

Percent
95%
84%

25
78

60%
80%

* H-1B average earnings presented in this report are based on documented earnings information collected from
participants.

As mentioned above, the annual performance level for Adults entering employment was 83.9%, with
average earnings of $16,336 for the State of Ohio overall. For Workforce Investment Area 6 (Stark and
Tuscarawas counties), the Adult entered employment rate was 97.6% with average earnings of $15,074.
These results can be compared to an entered employment rate of 81% for Stark State’s H-1B
participants and average earnings of $28,038 for 20 H-1B participants who provided documentation of
their earnings.
The Washington County Career Center primarily responded to chemical industry employer demand by
placing candidates in on-the-job training (OJTs), because, due to the opportunities for substantially
higher pay than on average in this Appalachian region, many students were willing to find the funds to
pay for classroom tuition. The median hourly wage across all occupations in Southeast Ohio is $17.08,
while the Chemical Plant and System Operators earn $21.97, 30% higher than the average wage.
Demand for program completers and OJTs was consistently high throughout the grant period in
Southeast Ohio where chemical business relationships have been nurtured since 1994. The Southeast
Ohio program was so successful, that, in response to statewide chemical industry demands for more
qualified workers, the program was replicated in Central Ohio in 2014. While successful, the Central
Ohio Chemical Operators training program could have had even greater success if more employers
would have been engaged in participant assessment and recruitment, as they have in Southeast Ohio.
For the second Central Ohio cohort, Franklin International did assist with assessment; therefore, the
second cohort had substantially higher placement results.
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Washington County Career Center
Total Participants
Exited Participants
Employed – Quarter 1
Average Earnings
Enrolled in Occupational Skills Training
Completed Occupational Skills Training
Obtained Credential/Certificate
Enrolled in Internships
Total OJT’s
Total Direct Placements into Jobs
Premature Exit-Valid Reason
Premature Exit- Unsuccessful
Premature Exit-Returned to Work

Cumulative Results
199
199
176
$39,625*
57
49
29
32
153
26
0
3
0

Grant Target
145

Percent
137%

145

121%

28

204%

145

106%

* H-1B average earnings presented in this report are based on documented earnings information collected from
participants.

Again, the annual performance level for Adults entering employment was 83.9%, with average earnings
of $16,336 for the State of Ohio overall. For Workforce Investment Area 15 (Noble, Monroe, Morgan,
and Washington counties), the Adult entered employment rate was 87.5% with average earnings of
$17,027. These measures can be compared to an entered employment rate of 88.4% for Washington
County Career Center’s H-1B participants and average earnings of $39,625 for 69 H-1B participants who
provided documentation of their earnings.

Challenges and Solutions across the three Workforce Development
Programs
Challenges and solutions, referencing the H-1B Workforce Development Model presented earlier, are
organized into five categories:
1. Intake and Baseline Assessment
2. Capacity Building
3. Program Retention and Completion
4. Connecting to Job Openings
5. Program Coordination and Support Services

Intake and Baseline Assessment Challenges and Solutions
Intake and Assessment Challenges
An overarching challenge reported for the IT programs provided by Columbus State Community College
and Stark State College was recruitment for participation. The partners reported that many participants
were not qualified, or were not fully invested in the program. Many IT companies complain about the
qualifications of applicants who are interested in IT but do not hold the aptitude or technological skills
to be successful within the field.
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The demographics of participants served were especially challenging for Columbus State Community
College where two-thirds (2/3) of participants were unemployed at intake. Other WIA programs that
administer workforce training programs have about one-third (1/3) of their participants who are
unemployed at the time of program entry.2 Furthermore, the vast majority of those participants are not
enrolling in IT training, which is a challenging field. According to the CSCC Program Coordinator,
“Universally, the audience targeted for this grant – those unemployed, underemployed, and/ or
dislocated – did not (generally) present with the basic skills needed to retool in a highly dynamic and
technical environment.”
Another challenge pertained to the fact that partner organizations (including OMJ Centers, Community
and Faith-based organizations, employers and businesses) did not provide enough referrals to the two IT
programs.
A third challenge pertains to baseline assessments conducted by some schools which were insufficient
of themselves to identify participants who were most likely to succeed. The table below presents a
comparison between a private sector-based IT training program assessment and the Stark State College
IT baseline assessment that was used. Private companies that provide IT training have extremely
selective recruitment processes which often involve preliminary assessments as well as technical
interviews. This approach better guarantees the employability of program candidates. The comparison
indicates the higher level simulation assessment conducted by the private sector training provider
versus the multiple choice approach used by Stark State College.
Private Sector Simulation Assignment for Java
and .Net Training
For the following assignment, you are to create a
program with a graphical user interface (GUI) that
allows for a user to select computer parts from a list
and add them to a list representing the computer they
wish to build. In order to complete this assignment, you
will utilize Swing, Window Builder, and JAXB.
Swing is a GUI framework that comprises Java objects
that represents items displayed to a user. Window
Builder is a tool that allows you to “drag and drop”
Swing components onto an editor, allowing you to
organize the layout of your GUI on a presentation level
instead of programmatically.
JAXB, Java Architecture for XML Binding, is a tool by
which Java objects can be “marshalled” into XML
documents and “unmarshalled” back into Java objects.
You won't need to worry about how this happens for
now, but you do need to know how to annotate a Java
class as being compatible with JAXB. This is done by
putting the @XMLRootElement annotation above the

Public Community College Multiple Choice Test
Assessment for Training in Computer Networks
1. Which of the following is video technology?
a. XLS
b. DVI
c. RAM
d. RDP
2. Which choice below is NOT an Operating System?
a. Windows 7
b. iOS
c. Safari
d. Unix
3. Which of the following is NOT a wireless standard?
a. 802.11 G
b. 802.11 N
c. 802.11 B
d. 802.11 C
4. Which of the following is an actual MS Windows
component?
a. Services.msc

2

Workforce Investment Act, Title II Training Policy in Brief,
http://www.nationalskillscoalition.org/resources/publications/file/NSC_TPIB_WIA_TitleII_2011-02.pdf
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declaration of a class, i.e. before you declare “public
class myClass.”
1. Using Eclipse Juno version, create a Java project

and implement requirements 2 through 4. Follow the
article in the following link to download and configure
Eclipse on your PC:
http://www.vogella.com/articles/Eclipse/article.html
2. Create an Employee class with following attributes /
variables:
o name
o age
o department
3. Create a class called Department which will contain
a list of employees.
a) Department class will have a method which
will return its employees ordered by age.
b) The value of department can be only one of
the following values:
o “Accounting”
o “Marketing”
o “Human Resources”
o “Information Systems”
4. Create a static method in a separate class called
PrimeAgeChecker to check if an employee’s age is
prime number or not. This method should be able to
accept an employee object as an argument to do the
check.

b. Hard Drive
c. Package Manager
d. Task Bar
5. Which is faster?
a. IDE
b. SATA
c. USB 1.0
d. SST 2.0
6. Which inputs are commonly found on most home
computers?
a. IDE
b. Serial
c. Parallel
d. DNS
e. SSL
f. FTP
7. Which are common TCP/IP protocols?
a. DNS
b. SSL
c. ATT
d. GPS
e. AGP
f. DHCP
8. Sally cannot get her PC to connect to the Internet.
Which of the following is the most likely cause?
a. Her hard drive is full
b. Her browser is outdated
c. The cable model needs to be rebooted
d. Her MS Windows subscription expired

A fourth challenge pertains to employer involvement in participant assessment and recruitment.
Washington County Career Center (WCCC) knew from its long-term relationships with employers that
employer involvement in the earliest steps paves the way for job placement later. WCCC offered the
same Southeast Ohio program in Central Ohio later on during the grant period. Lack of employer
involvement (even though strongly underscored as important by the Program Coordinator) resulted in a
cohort where several members were determined, after training completion, to be a poor fit and never
employable by the Chemical industry employers. Franklin International (Columbus, Ohio) volunteered to
participate in assessment and recruitment for the second Central Ohio cohort which greatly improved
participant job placement.

Intake and Assessment Solutions
While Stark State College did not modify its baseline assessment during the H-1B program, it did add a
second layer of requirements. Adults who wanted to participate in the Stark State H-1B training program
had to demonstrate that they were actively seeking employment by providing proof of applying for jobs.
6

Program applicants were screened for success in IT and work history. (Once students entered and then
completed training, they were required to apply for 2-3 jobs each week or were exited.)
The Washington County Career Center (WCCC) which provided the Chemical Operators training had
great success with recruitment in Southeast Ohio. Chemical companies in Southeast Ohio already knew
of WCCC’s program. A main source of applicants was companies that referred job applicants to WCCC’s
program if the company believed the applicant was viable but underprepared. It is typical for chemical
companies in the Southeast Ohio region to state in their classified ads that the WCCC chemical operators
training certificate is preferred.
WCCC attributes this success to building relationships with employers. The WCCC Program Coordinator
stated, “These relationships do not firm up overnight. … Critical to success is involvement of employers
in developing the curriculum, involvement in participant recruitment, and in providing instructors. Those
are substantial employer commitments that are not made with unknown or little known education
partners. And they are critical commitments to workforce development program success, otherwise
educational institutions are left to guess about the curriculum, or the appropriate assessments that will
net the quality of participant that employers will hire.”

Capacity Building Challenges and Solutions
Capacity Building Challenges:
Challenges to building capacity for students through internships and OJTs were evident for the IT
workforce training programs. OJT’s are difficult to do in the IT industry. The IT industry already has a
system to “try out and train” job candidates by using staffing agencies to try out a temporary employee
and then, if they work out, to hire them.
The OJT paperwork was a barrier to companies providing OJT opportunities in both the IT industry and
the Chemical industry, but this was overcome via hands-on support provided by program coordinators
and described under “solutions” below.
Challenges to building capacity for students via classroom training occurred at Columbus State
Community College due to the original long-term (3 to 4 Semesters) training program delivered by
credit-based departments at the institution, as has been previously described in this report. IT
technology and advancement in the industry moved beyond the curriculum, hence a boot camp for
software developers was offered through a local partner to help prepare participants for placement
while developing a portfolio of work.

Capacity Building Solutions:
Capacity-building occurred in this H-1B grant for the institutions as well as for the students. Among the
institutions, Washington County Career Center increased its capacity via this H-1B grant. The Chemical
Operator training software that was purchased to grow the program in Central Ohio will enable WCCC to
provide self-paced instructor-driven Chemical Operator training for new hires at any chemical company
in Ohio. Both Stark State College and Columbus State Community College invigorated their relationships
with IT companies that will continue to serve the institutions well, while Washington County Career
Center reinforced its importance to the Southeast Ohio Chemical Industry and extended its employer
relationships to Central Ohio.
7

Capacity-building for students was characterized by both Stark State College and Washington County
Career Center in terms of the importance of having training instruction carried out by company
representatives. At Stark State College, the instructor works at an executive level in a well-known IT
company. His instruction ensured that students received relevant IT instruction and at the same time
enabled him as an employer to vouch for student performance as other IT companies recruited from
student cohorts.
Both Columbus State Community College and the Washington County Career Center used face to face
and personal conversations to review and assist companies in completing OJT forms and paperwork.
These meetings fortified business relationships and opened the door to OJTs and internship
opportunities for students.
Capacity building via classroom training at Columbus State Community College (CSCC) was addressed by
adding an education pathway much like an IT boot camp that also required students to carry out
projects that demonstrated their “real-time,” real-world capabilities to employers. This strategy resulted
in better job placement and credential attainment outcomes for CSCC participants.
Many, many success stories came about during this H-1B program. For example, one female participant
at Stark State College was having trouble getting back into the workforce, having lost a well-paying job
as her company downsized. She updated her skill set by obtaining the CompTIA A+, Network+, and
Security+ credentials and immediately obtained a career position paying over $90,000 annually.
Due to the Washington County Career Center’s long-term relationship with businesses, businesses
contacted WCCC and asked WCCC to refer viable candidates to them and share their resumes, which
resulted in the placement of 153 OJTs and 32 internships during the grant period, providing a workbased opportunity to nearly all of their 199 participants. In one case, Dupont stated that they were
highly satisfied with the nine (9) student interns that they supervised and that a substantial number of
them will be hired at the next significant DuPont hiring event.
Washington County Career Center’s success is directly tied to the chemical industry’s significant need for
a trained workforce. The time required for an individual to gain the skills needed to perform the
complex tasks of the work is substantial. Students need to understand the plant equipment and how
each element relates to the next in the flow of production in the chemical process. The training
programs developed by WCCC greatly shortened the training time required by employers, by providing
the basic skills for entry employment. For example, the employer, Momentive, stated that the 12-week
WCCC course saves one year of training. That is, WCCC occupational skills training completers get up to
speed one year faster than those who do not complete that training program.

Program Retention and Completion Challenges and Solutions
Program Retention and Completion Challenges
As stated elsewhere, long-term IT training does not contribute to student retention. At Columbus State
Community College (CSCC), the participants struggled to juggle life and family challenges, which
impacted their ability to commit to a long term course progression lasting up to four semesters. About
one-third of the CSCC students exited the program prematurely, several of whom had to return to work.
Furthermore, according to the CSCC Program Coordinator, “Students who are not required to invest
anything of themselves in a program (save their time) tend not to be as reliable as those who have had
to make some sort of financial sacrifice.”
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Much has been written in the literature pertaining to community colleges and their role in the
preparation of 21st Century workers.3 Disconnects between credit-based departments, which are
focused on degree completion, and non-credit departments, which are focused on workforce training
and certification, can result in mismatches for both employer and student needs. One college strategy to
surmount this challenge is to award credit hours based upon workforce training credentials obtained.

Program Retention and Completion Solutions
By providing case management that required continual communication between staff and students and
by increasing the level of accountability to maintain program eligibility, several Columbus State
Community College participants that were at-risk for premature exit were retained and they completed.
More will be discussed pertaining to case management in the section called, “Program Coordination and
Support Services.”
Stark State College tightened program intake requirements to increase employability factors, such as
screening for success in IT and work history and requiring proof of active job searching. Such changes in
participant intake requirements resulted in much improved participant retention.
Washington County Career Center (WCCC) had essentially no challenges pertaining to participant
retention or completion. As stated earlier, the certain premium wages that come from working in the
Chemical Industry in Appalachia Ohio, the certainty of a work-based learning opportunity as a program
participant, the employer preference for job candidates to have the WCCC training, all worked together
for WCCC’s H-1B program to have had only 3 premature exits of 199 participants.

Connecting to Job Openings Challenges and Solutions
Connecting to Job Openings Challenges
Columbus State Community College and Stark State College learned a lot about job placement in the IT
industry. The IT environment in Central Ohio where Columbus State is located has a bifurcated business
environment in IT. The large, primarily legacy, IT departments continue to be highly selective and
generally leverage multiple off-shore or outsourced resources for entry-level positions. On the other
side, smaller, niche, and often start-up IT shops are requiring more leading edge skills and demonstrated
portfolios. Soft skills continue to be consistently highlighted as well.
Both Columbus State and Stark State initially ran into a human resource wall when trying to place
students in OJT’s and in jobs. In most instances, IT companies work with staffing agencies to identify and
“try out” human resource talent. In large IT companies that is the protocol, period; in smaller and
medium sized companies there is no human resource department to even contact because staffing
agencies are taking care of that function for them.

Connecting to Job Openings Solutions
Many job development and placement strategies were added onto the Stark State and Columbus State
H-1B programs, including resume development, interview coaching, network-building, building student
portfolios of their work, job clubs for peer-to-peer support in job hunting, requirements to continually
provide proof of job applications, job seekers being taught how to use the possibility of OJT funding
support in the course of their job searches, and so on. At Stark State, after a student would interview

3

Building a Career Pathways System: Promising Practices in Community College-Centered Workforce
Development, Workforce Strategy Center, 2007.
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with a company, the Program Coordinator would send a letter or email to the company vouching for the
student’s course performance and making the employer aware of the OJT funds that could be awarded.
But the key to success in getting OJT opportunities and in job placement was hiring a staffing agency to
support the H-1B programs directly. For example, Stark State College’s H-1B program hired Exodus
Integrity Services (EIS) to provide OJT placement and job placement services for them. EIS already had
relationships with the IT industry, a good track record of placement, and recognition of how to
communicate participant skills acquired so as to connect with employer needs. Even though neither
Columbus State nor Stark State met their OJT targets, their direct job placement numbers greatly
improved with the addition of professional staffing agency support. For example, Stark State directly
placed 62 of its 94 H-1B participants and Columbus State directly placed 70 of its 127 H-1B participants.
Washington County Career Center placed 185 of the 199 participants in a work-based learning
opportunity, either an internship (32) or an OJT (153). Most of the 176 job placements that occurred
were leveraged through the OJT or internship, with WCCC directly placing only 26 of the 176.

Program Coordination and Support Services
Program Coordination and Support Service Challenges
Program Coordination and Support Services are the “glue” that held the H-1B programs together at the
three educational institutions, which consisted of case management, financial supportive services,
business outreach, and performance tracking.
Case management is an essential component of a customer-centered workforce system. Case managers
carry out a wide range of activities and play a critical role in helping guide, support, and motivate those
seeking training, employment, and advancement. In the context of this H-1B workforce development
program, case management consists of guiding and supporting participants along their educational and
career paths, directing assessment, career planning/preparation/training, access to support services,
and job matching & placement; and monitoring and documenting services and outcomes on an
individual basis.
The H-1B program coordinators at each of the schools functioned as the case manager, the business
outreach coordinator, and the performance monitor. That is a lot of expertise to have in one individual,
as the three schools had 1.5 to 2 full-time equivalent personnel assigned to the program. Turnover at
Columbus State and Stark State of the program coordinator added additional burdens. At Columbus
State, a significant portion of the leadership associated with the receipt and original setup of the grant
program changed. This includes key leadership and advocate positions as well as those engaged in the
design and management processes. Institutional knowledge was lost in these transitions which
impacted understanding and administration of the program. Many of those assisting with the program
were unable to provide a measurable amount of time due to conflicting priorities. With the exit of the
program manager, who was not replaced, knowledge of the student registration process, financial
management requirements and timelines, and general knowledge regarding the integration of the
program into existing CSCC efforts impacted momentum.
At Stark State in 2011, the grant was housed in Career Development. It was the intent to hire a full-time
coordinator and the position was posted. The College made the decision to instead utilize the IT
account administrator in Continuing Education (CE) to fulfill the coordinator duties since he was already
contacting IT companies regarding training. The CE division already had support staff to handle
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administrative functions. In 2012, discussions began at the College regarding eliminating the CE division,
which ultimately resulted in the Coordinator leaving the institution. The current coordinator was hired
full-time to assume the H-1B duties in 2013. All told, there were three different people in this role over
the four-year period of the grant.
At Washington County Career Center, the Program Coordinator retired from WCCC but was hired by the
Ohio Department of Higher Education to continue working on this grant, and therefore continuity of
operations was sustained at WCCC.
Another staffing challenge was the performance reporting for the H-1B grant at each of the three
schools. It was determined by the Ohio Department of Higher Education to have centralized data
reporting conducted by Wright State University and to use the Ohio Workforce Case Management
Systems (OWCMS) for the data system. The OWCMS is an internal system used by workforce
professionals to link job seekers and employers and gather data for the following programs: Workforce
Investment Act, Wagner Peyser, Veteran, Apprenticeship, Migrant and Seasonal Farmworker, Foreign
Labor Certification, and Trade.4
While Wright State entered the data into the OWCMS which ensured consistency of data interpretation,
entry, and analysis, Wright State relied on various forms—intake, enrollment into services, and exit/post
exit forms—from the three training provider schools. Persons in the data positions at each of the
schools were turned over multiple times and had varying levels of experience in grant performance
reporting. Often, the schools initially assigned a person in an administrative function within the college
or career center to add the H-1B data entry to their other administrative duties. In such instances, it was
difficult for the administrators to sustain the H-1B data duties as a high priority and they often lacked
the skill set or background.
Another challenge was the OWCMS itself. Designed for other purposes, force fitting the OWCMS for the
H-1B program created various challenges such as the lack of the system’s capture of “underemployed”
participants, because that designation is not typical of WIA; the system would not permit saving a
partially completed record without certain fields being entered; and so on. Furthermore, the system
randomly defaulted any institution’s H-1B participant enrollments into Washington County Career
Center, removed the designation of “unemployed” from the system due to a system upgrade, and that
same system upgrade caused the system to no longer communicate participant certifications held
information to custom reports.
Another challenge in this H-1B program was that there were few student support services provided.
Financial supportive services were provided—paid tuition, OJT’s, and internships, bus passes and books
paid for at Columbus State Community College, and test vouchers provided by Stark State College so
students could sit for CompTIA courses. But the student support services like individualized counseling
for personal support, tutoring, and mentoring programs were not apparently provided. The Federal TRIO
programs which provide such student services through grants to institutions of higher education, are
intended for credit departments rather than non-credit department--designed to increase access to
higher education for individuals from disadvantaged backgrounds5…”to progress through the academic
pipeline from middle school to post-baccalaureate programs.”6 Columbus State Community College’s H4

https://jfs.ohio.gov/owd/WorkforceProf/SCOTI-Home.stm
http://www.sic.edu/files/uploads/group/34/PDF/What_does_TRIO_stand_for.pdf
6
http://www2.ed.gov/about/offices/list/ope/trio/index.html
5
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1B participants, two-thirds of whom were unemployed at intake, may have benefited from student
support services. Gold-standard evaluation research conducted by MDRC of the City University of New
York Accelerated Study in Associate Programs initiative provides significant evidence regarding the role
of student support services to at-risk students and college completion.7

Program Coordination and Support Service Solutions
The most critical case management improvement at intake was to conduct better analysis of candidate
skills, interests, and work histories especially in the IT training programs. After a participant was
recruited, case management improvements included increasing student accountability for their success,
and identifying similar trends among student populations to identify methods and tools to aid in student
responsiveness. The most critical case management improvement in terms of connecting participants to
jobs was the hiring of IT Staffing Agencies to augment the work being carried out by Program
Coordinators, while bringing their vast insight and employer connections, which greatly enhanced
business outreach for Stark State especially and for Columbus State to some degree, with Washington
County Career Center already having excellent, direct employer connections. Other important exposure
to businesses was carried out via career and job fairs. Even small scale job fairs netted new IT companies
willing to partner. Oftentimes, an OJT at a company would not only lead to full-time employment, but
would also entice the company to offer additional OJT opportunities once they experienced the
excellence of an H-1B participant.
In terms of staff turnover, the Program Coordinators were in their positions the last two years of the
grant, with the exception of Columbus State Community College where the program coordinator left in
the spring of 2015. All three schools obtained and designated data administrators the last year or two of
the grant which made marked improvements in the data exchange activities. Teaming the data
administrator with the consistent leadership of the Program Coordinators enabled a strong focus on
performance the last year of the grant.

Conclusion
Sustainability
In terms of the IT training programs in this H-1B grant, the specific programs will not be continued, but
the lessons learned have been institutionalized through the institutions’ Career Services and Center for
Workforce Development.
For the Chemical Industry, many more possibilities are available to the entire State of Ohio due to this H1B Grant. A recommendation for future chemical industry training would be for the Ohio Department of
Higher Education and Ohio Department of Jobs & Family Services (ODJFS) to develop a comprehensive
approach to duplicating the H-1B Chemical Operators training program throughout Ohio using the same
guidelines and eligibility process implemented in the H-1B grant.
This H-1B program has supported the continuation of company relationships and has evolved and
helped to leverage those relationships. The first set of simulators purchased for the H-1B chemical
operators training were funded with an outside source, with employers supporting the purchase of
specialized equipment for the training. The H-1B grant funded add-on equipment for the simulators,
which enables Washington County Career Center to deliver this Chemical Operators training Statewide.
7

Doubling Graduation Rates: Three-year Effects of CUNY’s Accelerated Study in Associate Programs (ASAP) for
Developmental Education Students, 2015.
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The chemical industry has a significant need for a trained workforce, and those concerns have been
voiced to the Ohio Governor and other leaders.

Program Greatest Successes and Most Important Contributing Factors to that Success
A key contributing factor in Ohio’s H-1B program’s ability to succeed was making the “underemployed”
an eligible status for this grant. Under WIA, training services are for those who are unable to find jobs,
i.e., the unemployed. With this H-1B grant, hardworking individuals who wanted to improve their
situation were permitted to be trained and placed in upskilled jobs. One Program Coordinator said, “The
U.S. Department of Labor has two customers—job seekers and employers. It is a disservice to employers
to only provide job training assistance to the long-term unemployed and to the unemployed in general.”
At the same time, each of the schools did train and place unemployed participants. Columbus State
Community College (CSCC), largely serving unemployed individuals (two-thirds of their participants),
reported that their greatest success was placing and training candidates who are often difficult to
employ. The boot camp for software developers, which was offered through a CSCC local partner,
helped prepare participants for job placement and aided participants in developing a portfolio of their
work in-line with employers’ expectations. The factors that contributed to CSCC’s successes were
reported as: persistence, tenacity, a little creativity, listening to participants, following up on their leads
and ideas, and closely monitoring the IT market in central Ohio.
Specific needs differ based on the individual and the potential placement but overall the intent was to
best prepare the candidate to meet the needs of the employer. The programs attempted to be flexible
for students, meeting individual needs while remaining within grant guidelines. Information Technology
is tricky because different employers tend to want very different skill sets and often they want a number
of years’ experience. As demand continues to increase, employers have become more open but
preparation for the entry level in IT remains difficult to systematically address.
Another critical success factor is having long-term relationships with employers. Institutions that pursue
sectoral strategy-based workforce programs have to either have those employer relationships or form a
close team collaborative with someone who does. In this H-1B grant, long-term relationships with
employers in the Chemical Industry proved extremely fruitful, where 185 of 199 participants had a workbased learning experience with 153 OJT’s and 32 internships, and where 88.4% of participants were
placed in jobs that earn over $39,000 annually.
In the IT Industry, long-term relationships were held with the largest IT employers but they, in the end,
were not the host of OJT’s and job placements. Gaining quick access to the right IT employers required
teaming with IT Staffing Agencies, basically bringing a professional from a staffing agency on-board and
working in-house with the Program Coordinator. As a result, 167 adults now have new IT careers where
they earn $28,000 to $40,000, on average, annually.
Overall, the aim was to serve 369 adults under this H-1B grant and 443 were served. The aim for the
number beginning education and training activities due to this grant was 309, while data show that 296
did so, however this is an undercount since many students in the Chemical Operators program paid their
own way. In addition to that success, 213 participants completed education and training, and 237 had a
work-based learning opportunity (190 OJT’s and 47 Internships), and 359 entered unsubsidized
employment.
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Appendix

Promising Practices for IT Training Programs

Information Technology Workforce Development: Promising and Best
Practice Models
OVERVIEW
Background
For this review of promising and best practice models in Information Technology Workforce
Development programs, Wright State University researchers studied for-profit models, nonprofit
models, as well as private and public institutions of higher education models. Each of the typologies has
unique benefits to participants and employers, and the goals of the programs can result in an inability to
replicate components of one typology in another typology. More about this will be discussed in this
overview.
This report will begin by highlighting the advantages and disadvantages of the models, describing the
key components to success, and the benefits to training participants and employers. This overview is
sometimes focuses on the long-term hard-to-employ; it is followed by a detailed comparison of each of
the models.

Introduction
The Employment and Training Administration (ETA), U.S. Department of Labor (DOL) provided grant
funds for skill training programs for unemployed and employed workers, and this program is known as
the H-1B Technical Skills Training Grants. Funding for these grants came from the user fee mandated for
applicants for new H-1B nonimmigrant visa workers and was established under the American
Competitiveness and Workforce Improvement Act of 1998 (ACWIA). The grant purpose is to address the
longer term goal of raising the skill levels of domestic workers so that they can fill high skill jobs which
are presently being filled by temporary workers being admitted to the United States under the
provisions of H-1B.
The Ohio Department of Job and Family Services (ODJFS) submitted a proposal to the H-1B Technical
Skills Training Grants program, and was awarded a $5 million grant. The ODJFS provided leadership to
the grant along with the Ohio Department of Higher Education, to whom 90% of the grant funds were
subcontracted. ODJFS partnered with the Board of Regents so that a hypothesis could be tested—can
Ohio’s public institutions of higher education be strong partners for addressing some of the State’s
complex workforce development challenges.
The Board of Regents then selected Columbus State Community College, Stark State College, and the
Washington County Career Center to create education/training programs and to broker work-based
learning opportunities for students in their regions. Given that the highest number of H-1B visas are
distributed in the “tech sector,” two of the schools focused attention there, while the Career Center
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focused on the chemical operators given the demands for that talent in Southeast Ohio. The promising
practices in this paper focus on information technology education and training programs.
One avenue companies have used to attract talent is to seek workers from other countries to
compensate for the lack of qualified candidates on home soil. As one example, the tech sector once
again asked Congress to raise the cap on highly skilled individuals sought through H-1B visas, the quota
for which was filled within 5 days in 2015 (from a total of 235 days in 2012).8 Hiring H-1B candidates
requires either working on a Corporate-to-Corporate contract with the candidate’s visa holder or
covering the fee for transferring the visa, both of which are costly.
Recognizing the challenge to obtain qualified IT workers, the commercial, nonprofit, and higher
education sectors have developed models to educate and train U.S. workers for IT occupations.
Commercial providers often function as a training and placement agency; nonprofit organizations often
have the mission of expanding access to IT job opportunities; and community and technical colleges
typically provide these services to support business demands in their service area.

IT Workforce Development Models by Sector
Private Sector
Advantages: To combat the issue of a tight IT labor force, some private IT consulting firms are
implementing unique training programs to create skilled IT professionals. At two private IT consulting
companies explored in the following report, the training and hiring model consists of screened
candidates successfully completing a free, in-house training. Once a candidate completes training, they
are hired into the consulting company and placed with a client at a very competitive hourly rate. This is
beneficial for the company’s clients because they are guaranteed competent U.S. employees at a
discounted price. This model is also beneficial for the participant because they are receiving free training
(sometimes even paid training) and are guaranteed employment upon completion. In Cook System
International’s program, the participants who are placed with clients are accompanied by a senior
developer, ensuring the company that the work will be completed in a timely and accurate fashion, and
providing a mentor to the new program graduates.
Another training alternative is for companies to hire an IT Training firm which will provide in-house
training to current employees. This model requires the client to pay the Training Firm, but in turn can
allow employees to acquire free education. Training firms are able to offer certifications on top of
multiple other technology education programs, resulting in a practical investment.
Key Components to Program Success: The key component to program success in the private sector
model is the complex assessment used to screen applicants. As a result, these companies “skim” the
near-ready IT talent that is most suitable to their training program and most ready to be placed in a
work site, thus returning profits to the company. The table on page 5 compares a selection from the
private sector’s assessment to a public community college’s assessment.

8

Department of Homeland Security as presented in the Wall Street Journal, April 7, 2015.

15

Benefits to Training Participants and Employers:
Participant Benefits—
 No prior job experience is required.
 The training is free.
 Once a candidate completes the 8 week training they are guaranteed one or two years of
employment.
 After completion, the candidates’ pay increases every 6 months until the employee reaches three (3)
years of employment, in one example.
Employer Benefits—
 Guaranteed American Citizen or Green Card holder entry-level Java and .Net programmers at a low
cost.
 There is little risk involved in accepting a training graduate because all graduates are placed with a
client along with a Senior Development consultant who oversees the work of each graduate.

Nonprofit Sector
Advantages: The nonprofit sector has also attempted to address the gap in IT employment, notably
through Project QUEST in San Antonio, Texas. Project QUEST, Inc. is a nationally recognized communitybased economic development program serving San Antonio since 1992. QUEST was initiated by a
partnership between the City of San Antonio, the State of Texas, COPS (Communities Organized for
Public Service), Metro Alliance, and San Antonio Business Leaders. The creators believed that a well
trained workforce is essential for economic development and competitiveness. QUEST helps San
Antonio residents overcome barriers such as minimal education, insufficient job skills, and ineffective
support systems.9 This program boasts an 80% completion rate and 86% job placement rate while
providing free training to participants. This model has been replicated in over nine U.S. cities as well as
internationally. Project QUEST’s mission is to “Demonstrate the social and economic benefits that can be
achieved through long-term training for those who otherwise would not have the opportunity.” One
facet of this includes IT training. The IT Track, currently funded through the Ready to Work Partnership
initiative of the U.S. Department of Labor, includes training in PC Systems and CompTIA Network+
training in Phase One, which serves as an assessment of candidate viability in later phases of the training
program.
Key Components to Program Success Project QUEST is a partnership between economic development
organizations, the business community, the City of San Antonio, higher education, and nonprofit
organizations. The strategy involves the following components.




9

In-demand occupations are identified in collaboration with Workforce Solutions Alamo, the City
of San Antonio and Bexar County Economic Development Departments, and local business
leaders.
Outreach and recruitment are ongoing. Information is distributed through churches, libraries,
public schools, and community organizations.

http://www.questsa.org/About/History.html
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Applicants receive a two-phase assessment to determine their training readiness: one for
academic skill level (the TABE or Test of Adult Basic Education is used) and the other to establish
career suitability (the SAGE or System for Assessment and Group Evaluation, which establishes
an employment interest inventory).
Academic enhancement is available through QUEST Prep for individuals whose test scores are
below college level.
Occupational training programs are one to two years in length in driver industries—Healthcare
and Bioscience, Information Technology/Security, Aerospace, Energy, and Manufacturing. All
training and placement efforts are linked to specific employment sectors with promising wage
advancement potential. Project QUEST supports training in Healthcare and Bioscience,
Information Technology/Security, Aerospace, Energy, and Manufacturing.
Participants receive their occupational training from the Alamo Colleges, University of Texas
Health Science Center, the Baptist School of Health Professions, and Rackspace Open Cloud
Academy.
Case management is provided to all Project QUEST participants and includes guidance and
career counseling, weekly VIP (Vision, Initiative, and Perseverance) meetings, support services,
and other relevant assistance.
o Work Readiness Skills training is provided by the career advisors during the weekly VIP
meetings. Topics included are time management, stress management, goal setting,
financial planning, ethics, morals, and values, motivation, self-esteem, and transition to
employment.
Support services such as childcare, transportation allowances, and utility assistance are vital
elements of Project QUEST’s support and are available to participants so they can focus on their
training activities.
Job search and placement assistance is offered to participants through coordination with
established employer partners upon completion of training.

Benefits to Training Participants and Employers:
Participant Benefits—
 In 2014, the average participant’s wages increased by over 300% after completing Project
QUEST’s programs.
 90% job retention after one year.
 One key focus is on the long-term unemployed. In 2014, QUEST served 1,059 participants by
assisting with tuition and fees, text books, supplies, childcare, transportation, emergency
assistance, career coaching, and job placement.
Employer Benefits—
 A larger pool of qualified candidates—QUEST has advanced the training of 6,000 individuals in
in-demand occupations.
 QUEST is a business attraction and retention tool for the San Antonio community.
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Community College Benefits—
 One way Project QUEST helps the community college is through recruitment.10 “Outreach and
recruitment occurs at various community centers throughout San Antonio and informs residents
about the advantages of comprehensive skills training. Community partners such as
Communities Organized for Public Service (COPS), Metro Alliance, and other social service
agencies help Project QUEST staff organize recruitment fairs and career fairs to reach individuals
and families in need of training opportunities.”11 “The population that Project QUEST serves has
always been under-represented at the community college. In Dr. Homer Hayes view (ACCD’s
Dean of Workforce Development), ‘If it weren’t for the wrap-around services that QUEST
provides to its participants beyond tuition, my guess is that these students wouldn’t be here.
Project QUEST is attracting for us a population that is problematic for us to reach. They are
providing us and their participants with a real benefit.’”12

Public and Private Sector Colleges:
Advantages: Two colleges were identified by Wright State University researchers as being intriguing IT
Training practices due to the peer review of their proposals to and awards of substantial U.S.
Department of Labor grants: Pacific Institute of Technology in Georgia (private) and Northwest State
Community College in Ohio (public). These institutions rely on grant-funded education programs to fill
the IT gap and promote jobs for the unemployed as well as provide advancement for the
underemployed. Both of their missions are centered on Adult Development within their respective
communities, which lends itself to the idea of progress through IT Training.
Both institutes surveyed below received around $5 million in grant money and offer courses and
certifications free of charge to participants. These organizations also have a staff network to provide
support to participants, with Northwest State providing supportive services through offering gas and
rent assistance, as well as job placement coaching. 13 This is due to their partnership with WSOS
Community Action Commission; a nonprofit in Ohio that is considered one of the nation’s best Ready to
Work Partners.14 The main difference is the manner in which participants apply; PIT candidates come
directly through local WIA agencies while Northwest State participants apply online and follow up
directly with a NSCC career counselor.
Key Components to Program Success: Northwest State Community College offers an IT Specialist
Certificate (ITS). ITS is a 21 credit hour accelerated program that meets 8 hours a day, 40 hours a week
for 16 weeks. Students receive several Industry recognized credentials. Over 60 employers participate in

10

Rademacher, I. Project QUEST: San Antonio’s Systematic Approach to Workforce Development, The Aspen
Institute.
11
http://www.questsa.org/About/Description_text.html
12
Rademacher, I. Project QUEST: San Antonio’s Systematic Approach to Workforce Development, The Aspen
Institute.
13
In January 2014, the Ohio VETS program received one of two Best Practice awards presented to WSOS in January
by the Ohio Association of Community Action Agencies (OACAA). OACAA, in partnership with the John Glenn
School of Public Policy, presents Best Practice awards to community action agencies each year. WSOS received two
of the seven awarded in 2014. See http://resources.communityactionpartnership.com/storage/documents/wsoscs1.pdf
14
http://www.dol.gov/opa/media/press/eta/ETA20141956.htm

18

this grant, providing such support as mock interviews, resume review and on-the-job training along with
other work-based learning opportunities. The career coaches are a linchpin to program success. They
support the participants, by engendering resiliency in them as well as a positive attitude.
Pacific Institute of Technology (PIT) is a service provider under the Workforce Investment Act (WIA). PIT
assists individuals in managing their careers through information technology training, exam preparation,
certification, resume development and job search support in order to transition trainees into highpaying IT jobs. They offer: SQL Programming, ORACLE 10g/11g Database Management & Administration,
DB2 9.5 Universal Database Management & Administration, SQL SERVER 2005/2008 Database
Management & Admin., UNIX KORN SHELL Scripting, Microsoft .NET Programming, SIEBEL 8.0 Customer
Relationship Management (CRM), Oracle Enterprise Business Suites (EBS).
A key to program success, other than offer IT training in high demand areas, is the partnership with the
America Means Jobs Center. PIT works with six (6) area WIA offices to recruit, prequalify, and place
participants into this WIA funded programs.
Benefits to Training Participants and Employers:
Participant Benefits—
 At NSCC, this accelerated program gets people back into the workforce relatively fast, with
industry recognized credentials and 21 college credit hours. Tuition, books, fees, and assessment
costs are covered under the grant. Assistance includes gas cards, car repairs, rent/utility
assistance, and clothing. Participants are supported by the staff and career coaches from
enrollment to post employment, and the cohort style instruction leads to peer support and
lasting connections. Employers that submitted an MOU to support the program assure
interviews and hiring, based on economic conditions.
 At PIT, the main participant benefit is free training in high-demand IT fields.
Employer Benefits—
 A larger pool of qualified candidates.

Summary
Depending on the population to be served, any of the programs reviewed in this report could be
defended as having the best model to support participant and employer outcomes. To attain student
success in the case of disadvantaged students or long-term unemployed populations, there is definitely
a movement in the country for the preferred model of nonprofit organizations serving as the lead agent,
partnering with higher education institutions. The U.S. Department of Labor recently awarded $170
million to 23 organizations, and 16 of the 23 organizations are nonprofits and only one lead applicant is
a public institution of higher education. Of course, institutions of higher education serve as key partners
to carry out the education and training (see the WSOS Community Action Commission proposal, the only
grantee in Ohio). But the expertise to address the student support needs of this population are more
commonly found in the nonprofit sector, as these peer reviewed grant awards prove, which appeared to
be the selling point to the U.S. Department of Labor.
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To excel at putting the “hard to employ” back to work, community colleges and other institutions for
adult learning will have to either excel at student support services or partner with nonprofit
organizations who do. One Community College-based program has been in the national newspapers
recently due to its excellent graduation results, which were reported from a random control trial
evaluation carried out by MDRC .15 CUNY’s ASAP program, designed to assist disadvantaged students,
has gold standard evidence of high retention rates, rapid movement through developmental course
work, strong credit accumulation, and graduation rates that are more than double those of similar
students.16 (The ASAP program is not summarized in this report in more detail because it is not an IT
training program; however, disadvantaged students often need specialized student support services in
order to succeed, whether the students are participating in workforce training programs or in
mainstream college education programs such as CUNY’s ASAP program.)
Comprehensive advising is the linchpin of ASAP’s student support services. ASAP provides students with
comprehensive advising on social and interpersonal issues as well as academics.17 These advisers help
students with study habits, time management, how best to balance home, work, and school demands,
along with extracurricular activities and campus life.18 Advisers sometimes interact directly with
students’ professors or financial aid officers to resolve issues; and they work with students on personal
issues as needed, either by advising or referring students to other resources.19
All in all, this promising practice review indicates that any workforce education or training program that
is focused on disadvantaged students or the long-term unemployed must have student support services
at the center of its strategy, as opposed to delivering a traditional education program with student
support services being ancillary. The private sector strategies reviewed for this analysis do not lend
themselves to assisting disadvantaged students or the long-term unemployed, rather these programs
skim the best workers from a community and the focus is generally 100% on the training. Programs such
as CUNY’s ASAP program prove that public universities can provide expert student support services that
contribute to outstanding student graduation rates. Therefore, critical to student success is assuring that
participants in workforce training programs, carried out by institutions of higher education, have access
to the full range of the institution’s students support services.

15

MDRC is a nonprofit, nonpartisan education and social policy research organization dedicated to learning what
works to improve programs and policies that affect the poor. MDRC is best known for mounting large-scale
demonstrations and evaluations of real-world policies and programs targeted to low-income people.
16
Inside ASAP: A Resource Guide on Program Structure, Components, and Management. The City University of
New York, March 2015.
17
Ibid
18
Ibid
19
Ibid
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Detailed Results
Private Sector:
To combat the issue of a tight IT labor force, some private IT consulting firms are implementing unique
training programs to create a U.S. market of skilled IT professionals. In two private IT consulting
companies explored, the training and hiring model consists of screened candidates successfully
completing an in-house, free training. Once graduated, these candidates are hired into the consulting
company and placed with a client at a drastically reduced hourly rate. This is beneficial for the
company’s clients because they are guaranteed competent U.S. employees at a discounted price. This
model is also beneficial for participants because they are receiving free training (sometimes even paid
training) and are guaranteed employment upon graduation. In Cook System International’s program, the
participants who are placed with clients are accompanied by a senior developer, ensuring the company
that the work will be completed in a timely and accurate fashion, and providing a mentor to the new
program graduates.
Another alternative is for companies to hire an IT Training firm which will provide in-house training to
current employees. This model requires the client to pay the Training Firm, but in turn can allow
employees to acquire free education. Training firms are able to offer certification on top of multiple
other technology education programs, making for a practical investment.
Private firms have exceptional graduation and job placement rates because they are selective with their
candidates. Completion rates (which are also job placement rates) range from 70-100% based on the
private companies profiled below. This is due in part to their extensive assessment protocols. After Cook
Systems International has identified a candidate, Cook administers a two-part online assessment before
having the candidate interview with the FastTrack’D trainer. If they pass all three portions of the
assessment phase (Eclipse Assessment, Java Assessment and the interview), then they are accepted into
the program. Similarly, Manifest Solutions administers a pre-assessment after they have identified
candidates, however the organization chose not to share the pre-assessment for this report.
Organization
Type of
Organization
Location

Cook Systems International
Private IT Consulting Firm

Manifest Solutions Corp
Private IT Consulting Firm

NetCom Learning
Private IT Training Firm

Germantown (Memphis), TN

Upper Arlington (Columbus),
OH

New York, New York

Website

http://www.cooksys.com/

http://www.manifestcorp
.com/ Home.aspx

Company Profile

Cook Systems International is
an IT staffing company
offering an IT program that
trains professional JAVA
developers and then places
them in jobs as consultants
to companies. Its industry
focus is on the Travel and

Manifest Solutions Corp is
an IT staffing company that
offers Agility Boot Camp
training in addition to
consulting services.
Manifest Solutions has been
in business in the Columbus
area since 1994.

http://www.netcomlearni
ng.com/
NetCom offers
personalized IT training
which private companies
pay for, deferring the cost
away from employees.
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Training Program
Participant
Preferences

Cost of Training /
Funding

Transportation Logistics
Industries and the
Government sector.
FastTrack’D
US Citizen/ Green Card
holder. 18 years of age. Core
Java, .NET, C#, C++, HTML,
CSS, JavaScript, SQL, XML.
Any/all related tools and
frameworks, as well as Linux
server deployment and
database technologies. Any
combination of Computer
Science, Mathematics, and
Engineering courses.
Willingness to move.
Free training for participants.

Agility Boot Camp

Boot Camp

US Citizen/ Green Card
holder. 18 years of age.
Prefer some college
course experience in Java
or C-Sharp. No IT work
experience required

These training programs
are structured for
companies who want to
upskill their employees,
so participant
requirements are
synonymous with
employment
requirements for each
individual company.

Participants are paid during
training.

Companies pay NetCom
Learning for each training
course. Employees can
therefore receive free
training through their
respective company.
Adobe, Agile, CAP/CISSP,
Cisco, Citrix, CompTIA, ECCouncil, ITIL, Microsoft,
Novell, Oracle, PMI,
Salesforce.Com, and VM
Sources.

Technologies

Java and .Net

Java and C-Sharp

Certificate and/or
Credit Program
Application

N/A

N/A

N/A

http://www.cooksys.com/job
s_new

Apply by sending a
resume to
resume@manifestcorp.co
m or calling 614-930-2800

Apply at

Simple Java Assessment (See
Annex A & B)
Cook Systems representative
attends multiple career fairs
at technical colleges. Website
is also used for recruitment.
N/A
Guaranteed employment
upon completing FastTrack’D
program
Between 70% and 80%

N/A

N/A

Website is used for
recruitment.

Website is used for
recruitment

N/A
Guaranteed employment
upon completing Agility
Bootcamp

N/A
Participants are already in
jobs.

95%

N/A

Intake Assessment
Recruitment/
Marketing

Support Services
Job Placement
Support
Graduation Rate

http://www.netcomlearni
ng.com/education/registe
r.phtml?title=FREE
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Participant Benefit

Client Benefit

 No prior job experience is
required.
 The training is free.
 Once a candidate
completes the 8 week
training they are
guaranteed one year of
employment through
Cook Systems
International, either
internally or with a client.
This can require travel
and/or relocation outside
of Memphis.
 After completion, the
candidates’ pay increases
every 6 months until 3
years of employment.
 Guaranteed American
Citizen or Green Card
holder entry-level Java
and .Net programmers at
an extremely low cost.
 There is little risk involved
since all graduates will be
placed to a client with a
“FastTrack’D Lead,” or a
Cook Sr. Development
consultant who oversees
the work of each
FastTrack’D graduate

 No prior job experience is
required.
 The training is paid
 Two-year job contract
 Local clients

 IT training through the
employee’s company

 Reduced price on
qualified workforce
 Local workforce

 NetCom Learning brings
IT training to the
company, relieving the
burden of internal IT
training.
 NetCom has programs all
over the country, making
it convenient for
companies to hire them.

Nonprofit Sector:
The nonprofit sector has also attempted to address the gap in IT employment, notably through Project
QUEST in San Antonio. Texas. This model has been replicated in over nine U.S. cities as well as
internationally. Project QUEST’s mission is to “Demonstrate the social and economic benefits that can be
achieved through long-term training for those who otherwise would not have the opportunity.” One
facet of this includes IT training. The IT Track, currently funded through the Ready to Work Partnership
initiative of the U.S. Department of Labor, includes training in PC Systems and CompTIA Network+
training.
Project Quest administers an IT Track through a $6 million Ready to Work Partnership grant allocated
from the U.S. Department of Labor. This program boasts an 80% completion rate and 86% job
placement rate while providing free training to participants. Support services such as childcare,
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transportation allowances, healthcare and utility assistance are vital elements of Project QUEST’s
support, and are what set Project Quest apart from the private IT firms.
The application and assessment comes in two phases. In Phase One the candidate participates in a selfstudy which can be accessed online. Project QUEST has taken the CompTIA certification model and
stripped it of pieces which students may not need to know to create the self-study guide. This phase is
helpful in getting through information that may seem overwhelming to those new to IT. In Phase Two
there is a Network+ Certification, the “ticket” into Project QUEST’s training program, which is partnered
with local community colleges and/or Bootcamps. This 12-week workshop training program is free,
however the cost of the first two phases comes to $380, which the participants are responsible for.
While partner organizations administer training, Project QUEST ensures that non-technical aspects of IT
careers are also addressed, such as: Project Management lingo, Community and Presentation Skills

and Technical Writing.

Organization
Type of Organization
Location
Website
Mission

Project Quest, Inc.
Nonprofit Organization
San Antonio, TX

Organizational Profile

Project QUEST, Inc. is a nationally recognized community-based economic
development program serving San Antonio since 1992. The Project QUEST model has
been replicated in organizations in: Austin, the Rio Grande Valley, Dallas, Houston, El
Paso, TX, Monroe, LA, Tucson, Phoenix, AZ, and Des Moines, IA in the United States,
and Birmingham, Nottingham, and London in the United Kingdom.

Grant Name
Grant Information

Ready to Work Partnership
Grant awarded from U.S. Department of Labor. Ready to Work Partnership
seek to expedite the employment of Americans who are struggling with longterm unemployment.
$6 million
Project QUEST IT Track

Grant Amount
Training Program
About Training Program

Participant
Demographics
Cost of Training /
Funding
Technologies

http://www.questsa.org/
To demonstrate the social and economic benefits that can be achieved through
long-term training for those who otherwise would not have the opportunity.

Project QUEST participants receive their first certification through Rackspace
Open Cloud Academy. They then partner with local Community College or
Bootcamp program.
28% of Project QUEST students receive public assistance, and 28% are also
single parents. IT tracks account for 11% of the total Project QUEST student
body.
Assessment Phase: $380
Workshop/Training: Free

Four Pathways: Linux Systems Administration, Windows Systems
Administration, Software Development (Java or Python) and Network
Operations.
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Certificate and/or Credit
Program
Application
Intake Assessment

One or more certifications at the end, depending what is appropriate.

Candidates may sign up online to attend an informational session at
http://www.signupgenius.com/go/10c0e4aafac22aaf85-information
Two phase assessment model: 1) Online self-study and 2) Online Network Plus
Certification

Support Services

Job Placement Support
Graduation Rate
Participant Benefit

Support services such as childcare, transportation allowances, healthcare and
utility assistance are vital elements of Project QUEST’s support and are
available to participants so they can focus on their training activities
Job search and placement assistance is offered to participants through
coordination with established employer partners upon completion of training.
80% completion rate; 86% placement rate.
In 2014, the average participant’s wages increased by over 300% after completing
Project QUEST’s programs. There is also 90% job retention after one year. In 2014,

QUEST served 1,059 participants by assisting with tuition and fees, text books,
supplies, childcare, transportation, emergency assistance, career coaching, and
job placement.
Staff Support

Project QUEST has five leadership employees and fourteen support staff.

Public and Private Sector Colleges:
Two colleges have been identified as having interesting IT Training practices: Pacific Institute of
Technology in Georgia (private) and Northwest State Community College (NSCC) in Ohio (public). These
institutions rely on grant-funded education programs to fill the IT gap and promote jobs for the
unemployed as well as provide advancement for the underemployed. Both of their missions are
centered on Adult Development within their respective communities, which lend themselves to
promoting community improvement through IT Training. The main difference between the two
programs is the manner in which participants apply; PIT candidates come directly through local WIA
agencies while Northwest State participants apply online and follow up directly with a NSCC career
counselor.
Both institutes surveyed below received around $5 million in grant money and offer courses and
certifications free of charge to participants. Northwest State Community College has a large staff
network to provide support to participants due to their partnership with WSOS Community Action
Commission; a nonprofit in Ohio, with Northwest State also providing supportive services through
offering gas and rent assistance, as well as job placement coaching.

Organization
Type of Organization
Location

Pacific Institute of Technology (Pacific
Systems)
Private College
Morrow, Georgia

Northwest State Community College
Public University
Archbold, OH
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Website
Mission

http://pacifictech.edu/

Organizational Profile

Training is administered through
Pacific Institute of Technology (PIT) at
the same location as Pacific Systems,
Inc.
Workforce Investment Act Program

Grant Name
Grant Information

The mission is to contribute to
community economic development by
developing the people who develop the
community. PIT aims to give individuals
the opportunity to increase their
potential to earn higher income through
the acquisition of occupational skills.
They strive to eliminate poverty in
society through human capital
development.

Grant Amount

The purpose of the Adult Program is
to increase the employment
retention, earnings, and occupational
skills of participants. This program
aims to improve the quality of the
workforce, reduce welfare
dependency, and enhance the
productivity and competitiveness of
the nation's economy.
$4,966,308

Training Program

Information Technology Track

About Training
Program

Pacific Institute of Technology is a
service provider under the Workforce
Investment Act (WIA). PIT assists
individuals in managing their careers
through information technology
training, exam preparation,
certification, resume development
and job search support in order to
transition trainees into high-paying IT
jobs.
 18 years of age or older
 United States citizen or eligible
non-citizen
 In compliance with the
registration provisions of the
Military Selective Service Act

Participant
Demographics

http://northweststate.edu/
To serve by providing access to excellent
and affordable education, training, and
services that will improve the lives of
individuals and strengthen communities.

Northwest State Community College
is a public two-year college that is
accredited by the North Central
Association of Colleges and Schools.
Innovative Strategic Training
Achieving Results (iSTAR)
300 participants to be served by this
grant. iSTAR Career Pathways H-1B
Initiative targets long-term
unemployed and underemployed
workers in “JobsOhio” Region 2
covering 17 northwest Ohio Counties.
The participants are eligible for Onthe-Job-Training (OJT) funds.
$5,000,000 from U.S. Department of
Labor.
IT Specialist Certificate (ITS)
ITS is a 21 credit hour program that
meets 8 hours a day, 40 hours a week
for 16 weeks. Students receive
several Industry Credentials.




Participants need to be unemployed
longer than 27 weeks, working parttime, or eligible for TAA benefits.
Participants must pass preassessments showing an aptitude for
the coursework.
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Cost of Training /
Funding

Technologies

Free to participants and 100% funded

by the US Department of Labor
through the Workforce Investment
Act.
SQL Programming, ORACLE 10g/11g
Database Management &
Administration, DB2 9.5 Universal
Database Management &
Administration, SQL SERVER
2005/2008 Database Management &
Admin., UNIX KORN SHELL Scripting,
Microsoft .NET Programming, SIEBEL
8.0 Customer Relationship
Management(CRM), Oracle
Enterprise Business Suites(EBS)

The grant will give preference to
unemployed eligible veterans
Free to participants. Tuition, books, fees
and assessment costs are covered under
the grant. The program is 100% funded
by the grant.
Creating and maintaining databases,
computer programming, and networking
switches and routers.

Certificate and/or
Credit Program
Application

All PIT Certifications are also available
under the WIA grant.

IT Specialist Certificate

Candidate contacts local WIA
representative to pre-qualify to
receive training benefits. Let them
know you are interested in attending
PIT. Candidate interviews with the
college admissions representative
and must pass the PIT Computer
Literacy Test.

www.istarohio.com. After application
Students meet with a career coach to
assess their skills and readiness.

Intake Assessment

PIT Computer Literacy Test

Support Services

*Not reported

Job Placement
Support

Career counseling available through
Pacific Institute of Technology.

The Hire Select Assessment, four of the
ICDL certification tests.
An Individual Service Plan is developed
with every student. Assistance includes
gas cards, car repairs, rent/utility
assistance, and clothing.
From the initial interview students are
given resume and cover letter assistance.
Students in the program attend a
weeklong career boot camp where they
learn professional skills, such as how to
network to promote themselves,
appropriate lunch etiquette, and
interview strategies. Graduate’s
resumes are promoted and disseminated
to an employer network. NSCC also
provides two full quarters of postgraduation follow-up and support.
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Graduation Rate
Participant Benefit

*Not reported
Participants receive free training through
WIA and are eligible to take the same
courses and receive the same
certifications as traditional students.

Employer
Engagement

*Not reported

Staff Support

PIT works with six (6) area WIA offices to
recruit and place participants into their
WIA funded programs.

90%
Participants receive free training in a
highly in-demand field. They are
supported by the staff and career
coaches from enrollment to post
employment, and the cohort style
instruction leads to peer support and
lasting connections.
Employers come into the classroom and
give students real world feedback about
their desired fields. Several employers
provide mock interviews, resume review,
and pre-screening.
iSTAR has a Project Manager, Assistant
Project Manager, and a Training
Coordinator. Northwest State has 2.5
WSOS Career Coaches and 5 instructors
working directly with students.
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Annex A

Assessment Guide
The following assignment will help you prepare for the Cook Systems FastTrack’D Java Program and
provide a means for your recruiter to assess your readiness for the training. It is critical for you to have
familiarity with the Eclipse editor and basic Java concepts before arriving for your training. You may seek
assistance from others (not your recruiter) while you are learning but YOU MUST BE ABLE TO
DEMONSTRATE YOUR KNOWLEDGE to us, so make sure whatever assistance you receive does not
prevent you from mastering and internalizing these skills for yourself (don’t have someone else do it for
you).
After you have completed the assignment or as much of it as you can complete, follow the instructions to
export and submit your solution. Continue to review or repeat the assignment until you are confident you
are prepared for the most intense and rewarding training experience anywhere. Good luck!
For the following assignment, you are to create a program with a graphical user interface (GUI) that
allows for a user to select computer parts from a list and add them to a list representing the computer
they wish to build. In order to complete this assignment, you will utilize Swing, Window Builder, and
JAXB.
Swing is a GUI framework that comprises Java objects that represents items displayed to a user.
Window Builder is a tool that allows you to “drag and drop” Swing components onto an editor, allowing
you to organize the layout of your GUI on a presentation level instead of programmatically.
JAXB, Java Architecture for XML Binding, is a tool by which Java objects can be “marshalled” into XML
documents and “unmarshalled” back into Java objects. You won't need to worry about how this happens
for now, but you do need to know how to annotate a Java class as being compatible with JAXB. This is
done by putting the @XMLRootElement annotation above the declaration of a class, i.e. before you
declare “public class myClass.”
Throughout this guide, there are links to external resources such as tutorials. It is imperative that you
review these resources and make sure to understand the concepts introduced in this assessment. This
assessment will give you a taste of what the FastTrack'd program is like. It is our hope that you will do
well and succeed in this program.
Your code must be commented, or your assessment will not be graded.
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Eclipse Setup
1. Download Eclipse Luna from the following link.
https://www.eclipse.org/downloads/packages/eclipse-standard-44/lunar
A list of links will be available on the right side of the page. Select the correct one for your operating
system.
2. Extract the contents to the folder of your choosing. Afterward, navigate to that folder and open Eclipse.
3. Select your workspace. Your workspace will be the folder that contains all of your Eclipse projects.
4. Next you need to install Window Builder. The following link will guide you through that process.
http://download.eclipse.org/windowbuilder/WB/release/R201406251200/4.4/
5. After Window Builder is installed, import the project template that was included with this document.
 Navigate to: File >> Import.
 A window should pop up with import options. Navigate to General and select “Existing Projects
into Workspace”. Press the “Next” button.
 At the top of the window, select “Select archive file”. Click on browse and navigate to the .zip file
included with this Document. Press the “Open” button.
 Click the “Finish” button.
6. The project template should now appear in your package explorer.
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Annex B

Simple Java Assignment
The following assignment will help you prepare for the Cook Systems Java BootCamp and provide a
means for your recruiter to assess your readiness for the training. It is critical for you to have familiarity
with the Eclipse editor and basic Java concepts before arriving for your training. You may seek
assistance from others (not your recruiter) while you are learning but YOU MUST BE ABLE TO
DEMONSTRATE YOUR KNOWLEDGE to us, so make sure whatever assistance you receive does not
prevent you from mastering and internalizing these skills for yourself (don’t have someone else do it for
you).

After you have completed the assignment or as much of it as you can complete, follow the instructions to
export and submit your solution. Continue to review or repeat the assignment until you are confident you
are prepared for the most intense and rewarding training experience anywhere. Good luck!

Assignment:
1. Using Eclipse Juno version, create a Java project and implement requirements 2 through 5.
Follow the article in the following link to download and configure Eclipse on your PC:
http://www.vogella.com/articles/Eclipse/article.html
2. Create an Employee class with following attributes / variables:
Name
Age
Department

3. Create a class called Department which will contain a list of employees.
a) Department class will have a method which will return its employees ordered by age.
b) The value of department can be only one of the following values:
“Accounting”
“Marketing”
“Human Resources”
“Information Systems”
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4. Create a static method in a separate class called PrimeAgeChecker to check if an employee’s age is
prime number or not. This method should be able to accept an employee object as an argument to do the
check.

5. Create a class called Company which will contain a list of departments. Create a main method in this
class to load the following departments and corresponding employee information into the company:

Department

Name

Age

Accounting

Counting Guru

55

Accounting

Counting Pro

45

Accounting

Counting Savvy

40

Accounting

Counting Novice

25

Marketing

Sales Guru

50

Marketing

Sales Pro

48

Marketing

Sales Savvy

38

Human Resources

Hiring Guru

58

Human Resources

Hiring Pro

47

Information Systems

Hacking Pro

46

Information Systems

Hacking Guru

51

Information Systems

Hacking Savvy

38

Information Systems

Hacking Novice
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Print out departments, employee names, ages and if age is prime number for each employee in the
company using the method in PrimeAgeChecker class. When you print out Accounting and Information
Systems departments, make sure they are printed in ascending order by employee age using the method
you created in step 2a.

6. Export the project in zip format by following instructions in section 9.1 in the article mentioned in step 1.
Upload the zip file to the assessment submission section of your FastTrack’D Candidate Portal (if you
never received your login details, enter the email address you applied with, click “I forgot/lost my
password”, then click the Login button. You should receive an email with a temporary password within a
few minutes. If you do not receive this email, contact your recruiter).
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